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ABSTTw.CT ' , ' \ • * 

Research resul-ting in the development of the Specific^- 
, A ptifde- Test. Battery for use in selecting inexperienced or untrained 

/individuals, for training as Utility\ Hands (paper, goods) was^ 
described. ^Aptitudes measured were form perception, clerical. 

' perception^^and manual 'dexterity. Job analysis was performed by 
observation of the workers* performance' 'on the job and in ^ 
consrultation with the workers* •supe.rvisors. A descriptive rating was 
used which Consisted of seven items: (1) quantity 6f 'worH|# (2f '\ 
.quality of wor^k, (3) accuracy of work J (tt) job knowledge^C (5) ^ 

-facility fbr.work, ^6) job versatility, and (7) all-arouno^ job 

'ability. Statistical analysis of ratings were used to determine which 
aptitudes should be considered for inclusion in the battery. The 
objective was to develop a battery of 2,' 3, or U aptiS:udes with^ 

- cutting * scores 'at five point intervals at the point where abot^t, the 

same percent^ will meet the culting scores as the percent placed in 
- the high criterion group and which will maximize the rela-tionshlp 
between the battery and the criterion. Appended was a list of 
oi^ganizations cooperating in tho study, a descriptive rating 3cale# 
and a description of job duties. (BJG) 
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^•"Development cf USES , Spec i fl Aptitude Test Battery S-U66 

*' ' : / ' ' For- r ... •. • 

utility Hand (paper goods,) 539. 8a3 

, ' RESEARCH SUMMARY . 

Th i s> rfepbrt descr i bes the research which resulted in ^he develop- 
ment of the fionov/ing Specific Aptitude Test Battery for us^ in 
selecting inexperienced or untrained individuals foV training as - 
Util ity Hands: , . " 

' ■> ,. ■> ' 

•^Dtitudes Cutting Scores 

P - Form Perception - \ \^ 85 ° ' 

- Clerlca-1 Perception ,95 X - 

M - Manual "Dexteri ty ' ^° • [ - 

Samol e i .. > 

78 Utilllty Hands (11 females, and 67 , males) employed in various . 
companies (see AppendiVl)* A total • of 19 were minority group 
memVrs (12 Bl acks, .5 Span 1 sK Surnamed, 1 Aleut and 1 French 
Canadian) and 59 were fionrainority group^ members. 

Ci^l terion ; ' ■" . , • ^ 

Supervisory ratings. Criterion data were collected during 1972, 
1'973 and 1971*. \ ^ * - ' 

Pes i Kfi : « ^ 

Concurrent (tG^t ^nd crlterfori data were cdllected at about the - 

same t ime) . ' i 

Val i dl tv u . ^ / ■ ^ . 

Phi coefficient for total sampi e = . 36- ( P/2 '< . 005) ^ 

Compart £on of Minority^ arid yioriitii nor 1 1 v Groups ! , 
It was not technical ly feasible ro compare the validity of the 
battery for minority and nonmlnorl ty groups as it was f\ot possible 
to obtain data on a sufficitnt number of miriorlty grotip workers to 
permit separate data analysis for minority and nonminor i ty groups. 



-JOB ANALYSIS 



Jot) analysis v^as, performed by observation of the -wor kers ' • per— 
for,mance on the jtob and In consul tat Ion withr the workers' super- 
„vlsors. On the basis of the job analysts^ the job descr I pttbh 
shown In Appendix 3 was\ prepared . The job description was used to 
(1) seUct experimental samples »of workers who were performing ' 
the job duties; .(2) choose appropriate criteria or measures of job 
performance; (3-) determine which Iptltfides are critical, important 
or Irrelevant to job performance- (see Tables 1 and U); and ik) pro 
vide Information on the applicability of^the test battery result-- 
ing from this research. . ^ - - 

! ' ■ TABLE 1 , . ■ . 



"Aoti tude 
P I- Form Perception 



Qual i tatlve Analysis 

Ratlpnale 



Q • Clerical Perception 



K - Mdtor Coordination 



M - Manual Dexterity 



' Reijulred to Install flanges 
and center shaft In rolls 
of •paper. . . 

• ^Required to read* scales • . - ' 
accurately^ .to record Weights^ 
and *to select properly mai'ked « 
"^m^terlals to convey to the 
- " operators. ^ 

• » • « » * 

Required to use broom^ shovel 

and scraper, to operate fork 

' lift tryck, and to use -forced 

.^ir.hose. 

r 

.5 "> 

Required t^o .1 l/t and handle 
• waste con talner^, to use • . 
^ hammer to Install center shaft 

. i " and flanges in rol 1 of paper.. 

£XPER I MENTAL TEST BATTERY , 

Al 1 i*? tests of the GATB, B-10Q,2B, were 'admi n I stehed. • 

" ^ , CRITERION • . 

. », • - " ^ * 

The Immediate supervisor rated ^a^h worker. The ratings wer€ 
obtained by means of personal vl s ^ts^of" State test development 
anal ysts who expl ained the. rat i ng proc^ure t;<> the, supery I sors. ; 
Two ratings^ were obtafimwl from each superv I sor ' wi th anNj nter.val 
of at least two weeks between the rati'ngs. Since sample members' 
test scores are confidential, ^perylsors had no knowledge of the 
J^^st scores of workers. ^ ^ • . ' ' ' 



A der;cr I pt I ve' rat ing ^scal e was used. 'The scale '(see Appendix 2) 
consists of sev^n Items., Six of these Items' covei* different 
aspects of job performance. The seve.nth Item •Is a global i te^i on 
theUtlll'ty Hand's "all -around", ability. ' Eaci? Iteni has five 
alternative responses corresponding to;dlffer«nt degrees of job 
proficiency. For the purpose of scoring the Items, weights of 1 to 
5 were assigned to the responses.. The total score on the rating 
i^calo Is the sum of ^the weljghts *^f or the -seven Items. The possible 
range for each ratlng'ls 7-35.- ^ ' , > 

A review of the job description indicated that the subjects t:overed 
by the rating scale were directly related to^ important aspects of 
job performance. , ^ 

o ■ • • . ' * ' r 

A/ - -{)u^nt 1 ty of work:- Materials myst be . suppl ied and; removed 
•In a timely manfter in order to avoid delays and^dbwn time. 

• V • . " ■■ ' • ' ^ . • . 

B - Quality, of work: Work areas must be .kept neat and clean 
in order to avoid hazardous condi^t ions. " * 

^ . - ( • • . . . ' ■ 

/ '^^ ^ • . . ' ^ V . ■ ■ 

C - Accuracy of work: Coi;rect materials must be available in 
order to avoid delays and down* time., „\ f 

D - iiob knowledge:. The worker must have su-f f 1 cl ent , knowl edge 
to provide approprrate 'materl al s to the machine ooerator. 

E - Facility for fvork: Utitlty Hands perform a variety of job 
d.utles and must learn, new tasks qulck\y. 

... ■ ' ' 

F ^ Job versatility: Utility Hemds are. requi red to perform - 
a variety of job duties. V, ,t 



G - "All-around" job ability: Utijtty Hands" vaTue tQ the 
employer involves, a%combination of aspects of job 
performance^ listed above. 



A reliability coefficient oIf .8U was^btained between the initial 
rat^rygs and the reratlngs, lndlC;arting a slgnl-flcant relationship. 
Therefore, tjie scores of the two ratings were combined. A 
co??ela[ I on of .UO betwefen experience and- the .eombl??^d criterion , 
was observed, which Indicates fhat 'a cons I dewbl e- amount of the 
vtrinnce -in the combined criterion Is related to variance In amount 
o? «E experience? iKIrefore/ an adjusted crrterl on score was used 
as the final criterion which was computed as follows: An estimated 
criterion score was computed using the usual regression equation: 

Y' » bX > a . , • . ' *^ 

where . V 

Y ■ observed criterion score 

Y' f est Imaterf cri terion score ^ 

X » months of experience 

p- a = MeanY-C'*'eanj^)b • " , • 

This estimated criterion score was subtracted from the observed . 
criterion score. A constant of/50 was added, to avoid negative 
numbers and the result truncated to a whole number. 

■ • • ^ « ' ■ ' " 

This adjustment has the effect. of removing from the^cr i terlbn that 
part of its variance which Is pr'edictable from knowledge of amount 
of experience. Thif I s- apphobrl ate as the battery ^'ll^^e used to 
predict job performance of inexperienced worlcers. The mean of the 
final criterion Is J»9-.5 with a standard devi at Ion of 8.1. Ttie 
relationship between the fin.al criterion and age, educatfon and job- 
experience Is shewn In Table 2. 

- • , . TABLE 2 

Means, Standard Deviations (SD) and Pearson . . 
Product-Moment Correlations with the Criterion (r) for 
• * Age, Education arid Experience 
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Age (years) 26l8 9;2^ .12 . 18-53 

Education (years) JllS l.l* .OU J-U -^j^. 

Experience (months 21.3 23.6' .01 2-128 

on„current job^ " j> ■ 



About one-third of .the workers are consj dered .to be marginal . ' 
workers. Therefore/*- the crl ter i on dl st ri but I on was di chdtomized 
soas to Include about one-third of the. sample In' the i ow crl - ^ 
terlon group and the -remainder In the high criterion group. The 
criterion cutting score was set a^t 46 which places 33-^ li;i the loy/ 
'criterion group and 67% la. the high crijterlon group. 

• * ■ ' * * SAMPLE 

The sample consisted of 78 UtIlHy Hands (11 females and 67 males) ^ 
employed In various companies Csee Appendix-1). A total of 19 
were minority group members (12 Blacks, 5' Spanish Surnamed, 1 
Af^ut/ and 1 French Canadian) and 59 were nonmlnorlty group members^ 
The f'leans and standard deviations for age; education and experi- 
ence of the sample members are shown In Table 2. Al 1 v/or kef s had 
^t least 2 months of experience In their current job and. none 
were test-selected. ' ' ' . ^ " 



STATISTICAL RESULTS 

TABLE 3 
Statist leal. Results 



N»7S 



Apt i tude 



G - General Learn {ng Abi 1 I ty- 

V - Verbal Apt 1 tude 

N - Numerical Aptitude 

S - Spatial Aptitude 

P - Form Petcept*ion * 

Q - Clerical Percept;Jon 

K - Motor Coordination ; 

F - Finger Dexterity 

M - Manual DexterUty 



Mean SD 



89.9 17.3 
90. k lU.l 
89.0 
96.2 

105.1 
• 99.8-. 17.5 

95.l»V 23.5 
102.1* 20.2 



2/. 9 
22•.^D 



X Ranee 



* Sigihificant at the .05''1eveV' 



,17 • 

.12 

.18 

.11 

.20"^ 

.•25* 

.11* 

.10 



51- 138 
65-127 

52- 128 
35-1U7 
39-ll»9 
69-138 
5S-138 
27-11*9 
3^-11*0, 



T/ablc summarizes the qual\l tat I Anal ysl s and stjrt i st^l c^l results 
shovJn In Tables 1 and 5 ^and shows the aptitudes Cortsldered for In- 
clusion In the battery; a ^ ^! ^\ 



. \ TABLE I* . ■» 

Summary of Qualitative and Quantitative Data 



Apti tudes 



• 

Type of Evidence 


G V N S P 


Q K 


F M 


"Cr i\tical"\Qn Basis- 
of j)ob Analysl s 








"Important" on basis 
of Job Anal ys i s 


. . X 


X X 


X 


"Irrelevant" on Basis 
of Job Analysis 


Relatively High 
Mean * 


X 




X 

1 


Relatively Low Standard 
Deviation • 


. X . ' 


X 


- 0* 


Significant Correlation 
with Criterion 




X 




Aptitudes Cons i dered for 
Inclusion in the Battery 


.'■ p 


Q 


M 



The' Information Tn Table U indic;artes that the following aptitudes 
should be considered for inclusion in the battery: P, Q, and M. 
The objective is to develop a battery of 2, 3 or U -apt i tudes with 
cutting scores set at fi/e point intervals at the point (a) where 
about the §ame percent will meet the cutt ing scores; as the percent 
placed in the high cri teri^on group and (b) which will maximize the 
reWtiobship between the battery and the criterion. The Cutting 
scores are set at approximately one standard deviation below the 
mean aptitude scores of the sample, with deviations above 6r bfelow 
these points to achieve the objectives indicated above. 

The following battery resulted: 

■ Aptitudes , CMttinfi ?cores 

P - Form Percept ion ... 85 

Q - Cleri^cal Perception • 95 » 

M - Manual Dexterity, 70 



\- ■ 

VALIDITY OF THE BATTERY 

* * ' \ 

• TABLE 5 \ 

Val Idl ty of Battery 

■ ^ . ^1 ^ 

Below Meeting 
Cuffing Sgc.-es nnfMng Scorfes Tptal 



High .Crl terlon 

Group 
Low'CF'I ter Ion 
^ -Gfoup . ' 
tj^-'" Total 



10 
15 

25 



11 

53 



52 
26 
78 



Phi coefficient » .36 (Yates' corrected) 
Significance level = P/2 < .005 



OCCUPATIONAL APTITUDE PATTERN 

This occupatron was J ncorporated into OAP-52 In Section II of the 
1970 edition of thfe Manual for the USES General Aptitude T^s . t 
Baft-i»rv with an asterisk, (*) since (1) the battery IrftUdednhe 
same aptitudes as those* In the OAP, (2) the cutting ^scores of the 
aptitudes In the battery were wlthlnj ten points of the cutting - 
scores of the aptitudes In the OA? ^nd (3) a signlflc-ant phi 
coefflclerrt was obtained between th^ criterion and the 0AP-5Z 
.cutting scores of P-80, Q-90 and M-?0,. A phi coefficient of .20 
(P^2 < .05) was- obtained for thlS sample*. ■ . „ 
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APPENDIX. 1 . / . 

Organizations Cooperating in th6a Study 
' • ■ ' . • ^ ' 

American Can Company, Dixie Products Division, Fort Smith, Arkansas 
American Can Company, ^ Dl x le Products Division, Anaheim, , gal J forni a 
Owens-il 1 indls, LI ly-Tul Ip Division, Riverside, California 
Solo Cup Company, Santa Paula, Calffornia ' 
Owens-Illinois, LI ly-Tiil Ip Dl vl slonL Bardstown, Kentucky 
• American Can Company, Dixie Products'- DlM.i si on, Lexington, Kentucky 
American Can Company, Dixie Products Division, Easton, .Pennsylvania 
American Can Company,. Dixie Products Division/ Darlington, South 
Carol Ina e. ♦ ' ' 
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UNITED STATES EMPLOYMENT SERVICE 

DESCRIPTIVE RATING SCALE 
(.For Apty^ide Tesl Developriienl Sindies). 

- ^ : .SCORE 

RATING SCALE FOR _ ^ — — 

D O T Tnle and Code 

directions: PUase read'thf /'Suggesfions to Raters" and then fill in,the items listed below. In j^aking your ratings, only one 
j • box sliould be checked for each question. 

V / SUGGESTIONS TO RATER.' ' ' 

Wi'are asking you to rHe rhe job performance of the pe&ple who work for you. Th^i raiings will serve as a ^'yajdslick" agaiosl 
which w^ can compare the (esl scores in (his sJudy. T-he raiings musl|5ive a Iruc picture of each worker or (his sludy will have 
very lillle value. You should Jry lo give ihe mosJ accurate raiings possible for each worker. > ■ ^ 

These raiirgs 4»re slricjjy confidential and won'j affecJ your worl^rs in any way. Neither ihe ra'lings nor tesi scores of any 
workers will be »hown lo anyljody in your company. We ^re inieresled only in *'(es(ing ihe lesls.** Ratings are needed only, 
for ihose workers who'are in ihe lesi sludy. ' 

W«»rkers who have no* compleled iheir (raining period, or who have' hot beert on rhe job or under your supervision long enough 
for fou lo know how well ihey can perform ihis. work should'nol be rated. Please inform ihe lesi technician aboul ihis if you 
art asked lo rale any such worlcers. , . H , * 

In making raiings. don'l lei general impressions or nome ouisianding trail affecl ^our judgiPeni. Try lo lorgei your personal 
ferlirig»> aboul ihe worker. Rale him only on ihe wa^y Re does his work. Here are' some more poinis whi/^h mighl help you: 

1. Please read all direrlions and ihe raiing scalft thoroughly before raii[4;. . ' " 

2. For ea<?h quesiion compare your workers wilh "vrorkers in general" in ihis jobfThif is. co;npare your workers wilh olher 
workers on ihis jo^ lhai you have known. This is very importail in small ipianis wHfcre ihere are only ^ few workers. We wani 
ihe.raiiags lo be based on ihe same standard in all ihe'planis. ^^^^^^^ * - % 

3. A suggested melhod is lo rale all workers on one quesiion al a lime. The questions aak aboul differeni abilities of»lhe workers. 
A worker may 1>e good in one ability >nd poor ih another: iot example, a \e{y slow worker may be accurate. So rate all worker* 
on the first queKlion. then r*fe all w6rkers on the second question, and to on. ^ ' ' 

4. Prfclice and experifnce i^ually improve a worker's skillr however, one worker with six months* experience may be a' faster 
worker than another with six years' experience. Don't rate one worker as poorer tl)an another because he has n^ti)een on the 
job as long, jj •• ^ - ' 

J.* Rale the workers according to the work they have done'over C period of several weeks or months. Don*t rate just on the basis 
of one '*good" day. or one "bad" day or some single incident. Think in terma of each worker's utual or typical performance. , 
* 6. K^le only the abilities listed on the rating sheet. Do not let factors such as cooperatiVencss. ability to get along with others, 
promptness fnd honesty influence yourVaiings. Although these aspects of a worker are important. Ihey are of no value for this 
sludy as a "yardstick" against which to compare aptltude^t scores. 

Name of worker iprint) _^ — _ — ■ : 

Sex: Male.^ ^ Female. 

Company 4ob Title: ^ ^_ — ^ »- 



How of/cn do you sec ihis woVkcr in a work sUu^ion? How long have you, worked wilh him? 

□ Sec Iwnrrfl wk all ihe lime. P Undergone monlh. 

□ See him al wo^k several lime^> ^ day. . □ One lo iwb rtforilhs. 

□ See him al work' several limes a week. ' □ Three lo five monlhs. 

□ Seldom* see him in Work silualion. # □ Six monlhs or more. 



\. How muVli work ra^ In- done? iWorJCer's ahilily U\ make efficier^ us^ of his ^nie aiuHo wofk 
dl hi;^h speed.J / ' » 

1. n <iapabU- of very low work (►^Jlpul. (Ian perform i>lily al an unsaiisfiiclory pace. 

2. [TrCapablc of li)w work oaipiil. (!an p< rft)rni al a slow pace. 

3. C (iapablf of fair wi>rk ouipul. Oan ptrforMi al an accf plable Jjul ikjI fasi pact'. 

4. [J (Capable of hijib work oiilpul. (!an perf(>rm ul a fasI pace. , 

□ Capablt* of ver> hi^li work ouipul. Oan perform al an unusually fasI pace. ^ 

B. How •iiMKJ is llie (jualily t»f his work? (Worker's abilily lo do lii«:h-}irade w(frk whicji meels qualily 
1^ " ► j« * 

standard^.} ' *" 

1. □ IVifornuuuc is inferior and almosi never meels niinimuni qualily slandards. 

2. □ The |:rade of his work could .sland iyiprovemenl. Performance is usually ac#eplable bui 
s^mewhal inferit>r in (jualily. . * ' ' ^ 

r ^ 

□ I^crforrnance is acceplahle bul usually nol superior in qualily. ^ 

4. □ Performance is u>uarry superior in qualily. ^ 

5. □ Performance is .almosi alwa>s of ihe highest quiflily. 

(.. How accurate is he in his work? (Worker's abilily l(> avoid makiri^i mislakes.) 

7 ■ ' . " ' 

1. □ Makes ver> man> mislakes. W(trk needs conslani checking!;. 

^ 2. n Makes frequeni mislakes. Work needs ij^ore checkiti«! ihan is d<*sn-ahle. 

3. □ Makes mislakes occasionally. Woirk needs only normal checking. 

4. □ Makes few mislakes. Work seldom needs'* checking. . ''^ , * 

5. □ Rarely makes a mislake. Work almosi nc>^cH^hccdrchecking. ' . ' 

* --^^""^ ' . ** • f • 

D. How much does he know aboul hi^jtybYl Worker's understanding of the principles, eqtiijpment,^ 
malurials and melhods lhal Jia^c lo do directly or mdircclly ijyth his work.) ' ^ 

f. □ Has very-litfined knowl^gc. Does not k?yiw enough to do his job adequately. 

2. 'C] Has Hllk k^nowledge. Knows enough lo "get by." 

3. □ Has moderale amount of knowlet^ge. Knows enough to do fair work. 

I V • • * * ' ' ^ 

4. □ Has broad knowledge,'- Knows enough to do good work.. ' , , 

5. □ Has compleie knowledge. Knows his job thoroughly. ' ^ . 



♦ K ll«'V% inurli aplilu'li- t»r tarililN docs Uc ior lliis ki'ul tff v>ork? (WurkVrV a(lrptiH»s> c.r knack 

" * "* " " * ' ^ • ■ 

. L [ i Ila> ^iivarHiHirnltN (loiiiji Ills job. Noi al all suitrd to tlIi^ kind af \>oi'k. 

2.. ;rl >nalK lui> sonu' difijcultN <l(»in^-lus ]nU. No! loo \>cll muKmI to llii> kind ul \y»rk, 

3. nlDoos liis lulrwitliout loo nuK'lj <liltirull>. KaiciN vxdl .suilcd |o thi> kind ol 'wurki . - 

• 4 ' □ I Huair> <lntt> hiN jr^> v>iilioui diHn-idtN. \\ <dl suited U) thi> kind ol \>ork. 

□ l)(»rs hi.s jol) witli ^:roat vi\>v. K\rr\)Uoud\\\ \\<dl .suitrd for tln> kin<i td" work. 

$ K. Hr.w larjrr a .varictv oi jol) dulj<^s can Uv pcriorni cffi<-i(Mill>y (Worker's al»ilitN t<> Lndlc S(»vcral 

MillVrcnl o^cralion.s in his v>ork.) . ^ ^ 

' ^ ^ . ■ • 

1. Diliannot pcViorni (iillViInt o|)ri;alions a(!e'(|ual<*lV 

^2. □ Can pcri'ofnra linntv<i ninnlnM-.of ditlVi^cnt o[H»rations cfhi'i<Mitly. 

* 3. Can prrforni several tiiftVrenI ojieralions with rcas<Ktal)h* cfiirit^ney. 
'4. □ (^aii i)(Miorni tnan> ^diHVnMin>i)(Matio!is cttu-i<*nlU. ? 

S. □ <!air perfunn an uruisualU lar^t('i>vanety .of (iitT(M«Mit ojM'rations «»ffi<'i«Mitly. 

< - . , . ' 

C;.^ Considering: ail the ra(;ti>il^'^rVadv. and only these factors, how acc(*t>tahle is his w<»rky 

(\\ orkt*r's '^ill-around ability", It* do bis joh 

1. □ W ould be belter off withi»iit hirn. INM*V<»rrJKun'<v.nsu^>:;jn^ 

2. □Of linnteUf^alue lo.tlte orjiani/.alion. 'Hcrforniance somewhat inln-ior. 

3. □ A fairly proHcient worker. Performance jrenerally accept able. 

4. □ X valuable wi^rker. Performance is usually superiori ^ . 
- 5. □ An unusually cojnpeleiit woVker. PeHormance -dUuim alwuys top mitdi. 



Rated by......-.:...... ...V.:.. ...... !.. Title Date. 



Company or (>r»:anizalion Loeatlon. 
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Utility Hand (paper goods) 539.883 s 

JOB DUTIES 

Cleans floors, removes waste materials, installs^ and replaces roMs^ 
of paper, obtains supplies for machine operator, removes cartons, * 
and as'lsists opierdtor as required. / 

♦Cleans floors: Scrapes wax from floor using long handled scrapi&r, 
sweeps . fl opr us Jrig broom, shovels trash into contai.ner. 

♦Removes waste: Removes waste container from machine and replaces 
with empty conta infer. Weighs waste and records weight. Empties 
.container into waste bin cart. - 

♦installs and replaces rolls of paper :' i nstal 1 s center shaft and/ 
flanges^ In roll of paper using *>ammer. Pushes hand operated roll 
carrier to install roll \x\ roll stand. Removes empty case from 
roll stand. Removes center shaft and flanges from empty core. 

Obtains suppl i es for machine operator: Locates empty cartons In 
accord with product I on and , schedul e requ 1 rements. Li f ts cartons 
onto fork lift and trucks to ma^^chlne. Lifts carton^ onto conveyor. 
Carries cartons of, materials such as cup-top-protector or plastic 
bags to machine operator. 

Removes cartons; Brushes glue on top of f 11 1 ed cartons and- seals 
carton. Llf^s and stacks cartons. ^ Removes stacks of cartons 
using hand or pbwer operated fork-lift truck. o 

Assists operator: Uses forced air hose to assist in cleaning shut 
down machines. Assists in lifting machine parts when necessary. 

♦These Job duties were designated as critical since they must be 
perfornTted competently if the job is to be performed In a satis- 
factory manner. Utility Hands spend about 75!^ of thei'r 
working time pei^formihg these duties. 
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